This study aims to find empirical evidence of the effect of remuneration on employee performance in the public sector at the Raden Intan Lampung State Islamic University with job satisfaction and motivation as mediating variables. This study uses the SEM-PLS data analysis method with a sample of 53 lecturer respondents and 47 tendant respondents using the purposive judgment sampling method.The results showed that remuneration had a positive influence on motivation and job satisfaction of both lecturers and students. The same thing also happens to the relationship between lecturer and tendency motivation towards performance, while the relationship between job satisfaction and performance has different results with lecturer and academic staff, tendency of job satisfaction does not have a positive effect on performance. Interesting results also occur in the relationship between remuneration on performance.This study shows that remuneration does not affect the performance, both lecturer and student performance. Meanwhile mediation relations has the results that show motivation and job satisfaction of lecturers can mediate the relationship between remuneration and lecturer performance, and for academic staff, it is found that motivation mediates the relationship between remuneration and tendency performance, but job satisfaction does not mediate. [1] 
Introduction
This modern government system is believed to provide the right direction to encourage the public sector to be more outcomes oriented, more proactive and agile, which in turn will increase effectiveness towards better public services. One of the most phenomenal and key things in this system is the implementation of incentive policies to improve efficiency in the public sector. This scheme is a practice adopted by the business sector and adopted by modern governments in various countries, known as pay for performance or performance-related pay schemes, in Indonesia known as performance benefits or remuneration.
In Indonesia, one of the country's financial reform agendas is a shift from traditional budgeting to performance-based budgeting. With this performance basis, the direction of using government funds is expected to be clearer, than just funding inputs and the process of becoming output-oriented, and more effective and efficient, more effective and targeted, which in turn will improve services to the community. These provisions have been stated in Law No. 17 of 2003 concerning State Finance. [2] Financial reform is an inseparable part of bureaucratic reform, through Menpan Regulation No.15 / 2008 which was later strengthened by Presidential Regulation No. 81/2010, the government has issued guidelines on the Grand Design of the 2010-2025 Bureaucracy Reform, which is a blueprint for bureaucratic reform until year 2025. Bureaucratic reform means a major change in the paradigm and governance of Indonesia, with the aim of creating a professional government bureaucracy with adaptive characteristics, integrity, high performance, clean and free of KKN, able to serve the public, neutral, prosperous, dedicated and upholding the basic values and code of ethics of the state apparatus. Thus bureaucratic reform is expected to be able to create a government that is clean and free of corruption, collusion and nepotism, improve public services to the community and be able to increase the capacity and accountability of bureaucratic performance.
The regulation is also explicitly stated that the implementation of bureaucratic reform is expected to be able to encourage improvement and increase the performance of government bureaucracy. Performance will improve if there is strong motivation overall, both at the center and in the regions. [3] Motivation will arise if each program / activity carried out produces outputs, value added, outcomes and benefits that are better from year to year, accompanied by a reward and punishment system implemented consistent and sustainable. With this regulatory basis, the government began implementing a performance-based pay or performance system, known as performance benefits or remuneration, in our governance as an inseparable part of bureaucratic reform.
State Islamic University Raden Intan Lampung (UIN), which is one of the government agencies under the Ministry of Religion of the Republic of Indonesia provides public services in the field of education, mandatory to implement this policy. As a work unit that has been designated as a Public Service Agency (BLU) since 2010 ( [5] is a work benefit that can be in the form of salary, honorarium, fixed allowances, incentives, bonuses for achievement, severance pay, and / or pensions, the amount of which is adjusted to the ability of the BLU's income and is determined by the Minister of Finance. based on the proposals from each BLU.
The remuneration given to BLU management officials / employees is sourced from PNBP based on the achievements of the Key Performance Index or Key Performance Indicators (IKU) for the year specified in the performance contract. With that hope, this remuneration can improve the performance of UIN Raden Intan Lampung employees.
The implementation of the remuneration system or performance-based pay or pay for performance in government organizations (public sector) has attracted the interest of researchers. Various studies about this system have been conducted, and there is an interesting debate about the effect of remuneration in improving the performance of government employees.
If in the private sector it has been empirically proven that remuneration has significantly affected productivity, such as research conducted by Lazear (2000) which shows that the application of incentives has increased the productivity of Safelite Auto Glass factory glass workers by 20%. Likewise, research conducted by Oluigbo and Anyiam (2014) found that compensation helped increase the output / productivity of workers in Information Technology companies and suggested that management take all measures to provide incentives to improve the work ethic of its employees. And the results of the study of Hameed et al. (2014) who found that compensation had a positive and significant influence on the performance of Bank employees in Pakistan. What about its application in the public sector? Will it produce the same effect as what happens in the private sector? Several studies conducted found mixed results. There are two main opinions regarding the issue of performance-related benefits, on the one hand researchers with a background in traditional economic theory and management behavior theory argue that performance-related benefits (remuneration) will improve individual performance if properly designed. [6] Therefore these researchers focus their research on the techniques to implement this remuneration scheme. As a study conducted by Burgess (2003) who examined how optimal incentives for employees in the public sector compared to employees in the UK private sector, found that the implementation of performance-based incentive schemes (remuneration) in the public sector was more problematic than in the private sector because of the multi-tasking, multi-principal, difficulty in determining output size (performance) and the issue of intrinsic motivation from individual employees in the public sector. Therefore Burgess concluded that the remuneration scheme in the public sector would be optimal depending on the type of organization.
Weibelet al. (2010) tried to analyze whether the effect of remuneration on performance is bound to certain conditions? and if true, under what conditions remuneration has positive and negative effects on performance. This study found that remuneration increases performance in unattractive task conditions, whereas remuneration actually decreases performance in attractive task conditions. This study also shows that motivation is a key influence on the remuneration relationship on performance. Several studies have found that remuneration [7] has a positive effect on employee performance. As in the research of Kahn et al. (2001) who examined the effect of applying remuneration to the Brazilian tax office and found that applying remuneration affected the level of tax payments, Lavy (2007) found that remuneration had improved teacher performance in the United States and Israel. Likewise with the research of Palagia et al. (2012) , and who also found that remuneration affected the performance of tax office employees in Makassar. [8] While on the other hand, researchers with a background in economic psychology argue that the fundamental problem with the implementation of remuneration schemes related to performance in the public sector is that this scheme can damage individual performance when faced with job satisfaction. Where job satisfaction is also influenced by other variables besides remuneration, they therefore include job satisfaction as an important moderator of the effect of remuneration on performance.
From the debates and phenomena that arise in the issue of the application of performance-related benefits (remuneration) and their effects on performance in the public sector as mentioned above, the author is interested in conducting a study entitled "The
Effect of Remuneration on the Performance of Raden Intan Lampung State Islamic University Employees With Job Satisfaction And Motivation as A Moderating Variable".
Based on the background stated above, the following questions in this study are as follows: 1. Remuneration for motivation? 2. Remuneration for job satisfaction? 3. Motivation for performance? 4. Job satisfaction on performance? 5. Remuneration for performance? 6. Job satisfaction mediates the relationship between remuneration and performance? 7. Motivation mediates the relationship between remuneration and performance? [9] 
Methodology
Based on the characteristics of the problem under study, this research is a descriptive study which is a study that describes a certain condition by looking at observed phenomena and symptoms regarding the implementation of remuneration in the public sector in this case UIN Raden Intan Lampung, with the aim to test hypotheses or answer related questions with the current status of the effect of the implementation of the remuneration on performance and see the mediating effect of motivation and job satisfaction on the relationship of remuneration and performance. The approach used is a quantitative approach The calculation of the number of samples taken as many as 125 people using proportional stratified random sampling based on class position and employee categories with the following details. [10] In this study data were analyzed using Structural Equation Model (SEM) with Partial Least Square (PLS) approach. Analysis on PLS is carried out in 3 (three) stages, namely; outer model analysis (measurement model analysis), inner model analysis (structural model analysis) and hypothesis testing.
Results
The simple framework for this research model can be seen in the diagram of the research framework as follows: Exogenous or independent variables are variables that affect the dependent variable both positively and negatively. Exogenous variables in this study are: remuneration (X1), motivation (X2) and job satisfaction (X3). Employee motivation variables will be measured by 2 (two) dimensions, namely intrinsic motivation and extrinsic motivation, as developed in the previous study of Calder & Staw (1975) in Susi (2017). [11] According to Frey (1997) in Susi (2017) what is meant by extrinsic motivation is motivation that is obtained externally which can affect satisfaction, and therefore stimulated with rewards or financial incentives. There is intrinsic motivation is motivation that comes from within the individual, for example motivation to perform better, not too concerned about the impact. Based on table 7 it can be seen that for the number of respondents (N) lecturers as many as 53 people, the mean (median), median and mode of respondent answers are on a Likert scale 4, except for proxy control. This shows that respondents agreed that the current remuneration system can increase motivation, job satisfaction and performance of respondents while working. [12] While based on table 8, for the number of respondents (N) academic staff as many as 47 people, the average value (mean), median and mode of respondent's answers are on a Likert scale 4, except for proxy transparency, control and reward. This shows that respondents still do not agree if the remuneration system can increase motivation, job satisfaction and performance of respondents while working.
Tabel 9. Recapitulation of Test Result

Hypothesis Description 1a
Remuneration has significant positive effect on lecturer motivation(t = 60,874, ρ < 0,05). 
Effect of Remuneration on Motivation
Remuneration has a positive effect on employee motivation, both lecturers and education personnel. This shows that remuneration has succeeded in increasing the motivation of UIN Raden Intan Lampung employees.
In accordance with the assumptions of the theory of expectations which states that financial incentives will increase employee motivation and efforts, which in turn will lead to greater productivity. Expectancy theory is based on expectations, values and links. The strength that motivates someone to be active in carrying out his work depends on the reciprocal relationship between what is desired with the needs of the results of the work. According to this theory, motivation is the result of a result to be achieved by a person and the estimate concerned that his actions will lead to the desired results. This means that in this case the author believes that the employees of UIN Raden Intan Lampung see the hope of an outcome to be achieved and the way seems open to obtain it, thereby increasing their motivation to strive to obtain the desired results, in this case compensation finansila in the form of remuneration. [14] 
Effect of Remuneration on Job Satisfaction
Remuneration has a positive effect on employee job satisfaction, both lecturers and education personnel. This can be interpreted that remuneration has increased job satisfaction of UIN Raden Intan Lampung employees. In accordance with Frederick Herzberg's motivational theory that motivational factors are related to the psychological needs of a person, namely feelings at work and the relationship of respect to the person directly related to work. Job satisfaction is a form of employee work behavior that is defined as a pleasant fit or a positive emotional outcome on one's job assessment.
In the author's opinion, the remuneration system at UIN Raden Intan Lampung has presented a feeling of appreciation for the work done. UIN Raden Intan Lampung employees feel their psychological needs will be met by the remuneration reward, thereby increasing satisfaction with the work done.
Effect of Motivation on Performance
Motivation has a positive influence on performance. From the results of the analysis show that there is a positive influence between motivation variables on employee performance, both lecturers and education staff at UIN Raden Intan Lampung. This means that the higher the motivation of UIN Raden Intan Lampung employees, the higher the performance that will be generated.
In line with the theory of expectations where motivation works depends on the reciprocal relationship between what is desired with the needs of the results of his work. According to Goal Setting Theory, goal setting, challenges and feedback have an influence on performance. Setting these goals informs employees about what and how much effort must be made to achieve the goals. Specific goals can improve performance more than non-specific goals. Goals that are difficult to achieve, if accepted, can produce higher performance than goals that are not too difficult to achieve. Likewise feedback will also lead to better performance than there is no feedback.
Effect of Job Satisfaction on Performance
Job satisfaction has a positive effect on performance. Hypothesis test results indicate that there is a significant positive influence of job satisfaction of lecturers on lecturer performance, but the opposite occurs in educational staff, where the results of hypothesis testing found that there was no significant effect between job satisfaction with performance. [15] This shows that the level of job satisfaction of UIN Raden Intan Lampung lecturers is higher than the job satisfaction of educational staff. High job satisfaction will motivate employees to improve performance. According to Frederick Herzberg's two-factor theory, a person's motivation is related to job satisfaction, which consists of work performed, success achieved, and opportunities for growth, career advancement and recognition from others.
In the author's opinion, job satisfaction of educational staff at UIN Raden Intan Lampung has no effect on performance due to not achieving the expected benefits by the teaching staff compared to the rewards received by lecturers, thereby reducing motivation to improve performance.
Influence of Remuneration on Performance
Remuneration has a positive effect on performance. From the results of hypothesis testing it was found that the remuneration variable did not have an influence on employee performance, both lecturers and education personnel. This shows that the implementation of the remuneration system at UIN Raden Intan Lampung has not affected employee performance.
In the author's opinion, the remuneration of the performance at the Raden Intan Lampung UIN has not yet shown that the remuneration system is not yet effective. From the transparency dimension of UIN Raden Intan Lampung employees, both lecturers and education staff still consider the current remuneration system to be unable to provide clear information on what performance requirements or criteria must be met. From the justice dimension of UIN employees, Raden Intan Lampung sees that there is still a discrepancy between the performance burdens of each employee. And from the dimensions of control, lecturers and education staff of UIN Raden Intan Lampung have not been able to plan to what extent they can achieve performance to achieve the desired remuneration. [16] 
The Effect of Remuneration on Employee Performance through Motivation and Satisfaction Work
Remuneration has a positive effect on lecturer performance through motivation. This shows that the motivation of lecturers mediates the relationship between remuneration and lecturer performance. In addition remuneration also has a positive effect on lecturer performance through job satisfaction, which means job satisfaction mediates the remuneration relationship and lecturer performance. From this result the writer can say that the better the remuneration system in increasing motivation and job satisfaction will be able to improve employee performance.
While for the tendant respondent obtained results, remuneration affects the performance of the academic staff through motivation. This shows that the tendency motivation mediates the relationship between remuneration and tendency performance. For the mediating effect of job satisfaction the results show that remuneration does not affect the performance of the tendency through job satisfaction. This means that tendency job satisfaction does not mediate the relationship between remuneration and performance. From this result, it can be said that efforts must be made to improve the level of job satisfaction of academic staff employees, in addition to improving the remuneration system that can increase employee motivation and job satisfaction, so as to improve performance.
Conclusion
Based on the results of tests conducted by researchers, it can be concluded as follows: The implementation of the remuneration system at UIN Raden Intan Lampung has a positive effect on employee motivation, both lecturers and education personnel. This shows that the application of remuneration at UIN Raden Intan Lampung has provided motivation to employees, both lecturers and students.
The implementation of the remuneration system at UIN Raden Intan Lampung has a positive and significant effect on job satisfaction of employees, both students and lecturers. It also shows that the application of remuneration can increase the level of employee job satisfaction.
Motivation has a significant positive effect on employee performance, both lecturers and students. This means that the higher the level of motivation, the higher the level of performance. [17] The job satisfaction of lecturers has a significant positive effect on lecturer performance. But tendency job satisfaction does not affect the performance. This shows that the level of job satisfaction of UIN Raden Intan Lampung lecturers is higher than the job satisfaction of educational staff. The job satisfaction of educational staff at UIN Raden Intan Lampung has no effect on performance due to the achievement of the expected benefits by the education staff compared to the rewards received by lecturers, thereby reducing motivation to improve performance.
The surprising result is the discovery of evidence that the application of remuneration in Raden Intan Lampung UIN has no influence on the performance of employees, both lecturers and education personnel. The remuneration effect on performance in Raden Intan Lampung UIN shows that the remuneration system is not effective yet. From the transparency dimension of UIN Raden Intan Lampung employees, both lecturers and education staff still consider the current remuneration system to be unable to provide clear information about any performance requirements or criteria that must be met. From the justice dimension of UIN employees, Raden Intan Lampung sees that there is still a mismatch between the performance burdens of each employee. and from the dimensions of control, lecturers and education staff of UIN RadenIntan Lampung have not been able to plan to what extent they can achieve performance to achieve the desired remuneration.
While for the tendant respondent the results are obtained, remuneration influences the tendency's performance through motivation. This shows that tendency motivation mediates the relationship between remuneration and tendency performance. For the mediating effect of job satisfaction the results show that remuneration does not affect the performance of the tendency through job satisfaction. This means that tendency job satisfaction does not mediate the relationship between remuneration and performance. From these results it can be said that there must be efforts to improve the level of job satisfaction of tendik employees, in addition to improving the remuneration system that can increase employee motivation and job satisfaction, so as to improve performance.
